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Background Information: 
 Lou Conne founded Muncie Power Products, Inc. in 1935. Hamer Shafer, who 
was the first employee, took over the business after World War II and moved the 
company’s focus to mobile power equipment. The company has been serving the truck 
equipment market with mobile power components for over seventy-five years. Muncie 
Power Products became the largest distributor of Power Take-Offs (PTOs) in North 
America in the 1970’s and has since expanded to different locations. This company 
serves as a distributor as well as a manufacturer of their products. Muncie Power 
Products now owns eight companies with assembly centers in Tulsa and Muncie, and 
distribution centers in Atlanta, Philadelphia, Houston, Richmond, Virginia, and 
Columbus, Ohio. There are about fifty companies that are in partnership with Muncie. 
Due to a flood of innovative thinking and a commitment to continuous improvement the 
company has moved to a leadership role in their industry. The pace at which they 
improve products and services is expanding due to increasing investments in engineering 
and technology. The mission of this company is: 
to provide quality products and services that will satisfy the needs and 
expectations of our customers. We are committed to the continual improvement of 
our products and processes to achieve our quality objectives, minimize costs to 
our customers and realize a reasonable profit that will provide a stable future for 
our employees. ("Muncie power products," 2014) 
Muncie Power Products has over three hundred employees that are spread out in their 
various locations. There are one hundred and fifteen employees in Muncie. Tulsa is  
	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	   	  	  
 
the only location that runs 24/7; Muncie and the other locations run from around eight to 
five o’clock five days a week. The employees in Muncie are given a one-hour lunch 
break and ten-minute breaks whenever they feel they need one. The overall average 
population for Muncie Power Products is a forty-seven year old man and the ratio of men 
to women is 80/20. The following table represents some facts from the workforce in 
Delaware County, Tulsa, and Orlando. 
 Delaware County, IN Tulsa, OK Orlando, FL 
Population, 2012 117, 364 613, 816 249, 562 
High school graduate or 
higher, percent of 
persons age 25+, 2008-
2012 
86.0% 88.5% 87.6% 
Bachelor’s degree or 
higher, percent of 
persons age 25+, 2008-
2012 
22.2% 29.5% 32.1% 
Median household 
income, 2008-2012 
 
$38, 215 $47, 845 $42, 418 
Below poverty level, 
2008-2012 
21.0% 15.4% 18.4% 
 (United States Census Bureau, 2012) 
 The Wellness Program for Muncie Power Products was established in April 2010. 
Sarah said that they were hoping that this program would be universal and specific to 
certain areas. The mission statement for Muncie Power Products’ Wellness Program is to: 
assist employees in enhancing or sustaining their overall health and wellbeing. 
Through the Wellness Program, will work to establish and maintain an 
environment that encourages and supports awareness and education for a healthy  
	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	   	  	  
 
lifestyle while enhancing our employees’ quality of life utilizing all dimensions of 
Wellness. ("Muncie power products," 2014) 
The vision statement for this Wellness Program is to help and assist employees to 
perform at their best and enable Muncie Power Products to be an industry in both quality 
and customer service. Muncie Power Products is committed to providing opportunities 
for healthy behaviors both inside the workplace and outside the workday and to become a 
resource for employees in achieving a healthy lifestyle. The team purpose for the strategy 
team of the Wellness Program is, strategic focus for this team is “engaged people” who 
understand and appreciate the importance of overall wellbeing. Muncie Power Products 
strives to be the leader in the industry as well as a leader in the workforce and the 
community. Currently, they have several functional teams and departments in place, but 
believe a focused group would further their growth towards a healthy, interactive and 
productive workforce who gives back and takes pride in themselves and in the 
community in which they work. 
 An interest survey was provided to the employees at Muncie Power Products in 
order to get feedback on the overall wellness within their company as well as any 
interests the employees may have in relation to wellness. The results are: 34% of the 
employees noted that they had successfully changed their lifestyle over the past twelve 
months. Most of the changes that the employees said they were working on changing 
were related to eating healthier and exercising more. These were also the main topics that 
the employees were interested in learning more about; sixty-four employees said they 
were very interested in eating wisely and more healthier. Financial wellbeing was another  
	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	   	  	  
 
area of interest that the employees specified and there were 32 that were very interested 
in learning more about this. Stress was also an area that had high feedback and 42 
employees recorded that they were interested in practicing stress management and 
relaxation techniques. Only 5% of the employees considered their overall wellbeing to be 
excellent. Every dimension of wellbeing was recorded as a part of the employees’ 
personal or professional wellness with the physical dimension being the highest at 95%.  
SWOT Analysis: 
Strengths 
• Employees want to change their 
lifestyles and habits 
• Warm and inviting 
culture/environment 
• Friendly staff 
• Good support from upper 
management (Sheila Spisak) 
• Wellness champions at their various 
locations 
• Hour lunch breaks 
• Monthly newsletter 
Weaknesses 
• Disconnect between the middle 
management and rest of the 
employees 
• Sarah started every program only 
based on her personal education and 
experiences 
• No current wellness policies in 
place 
Opportunities 
• Working with the Fisher Institute 
for Wellness and Gerontology 
• Affordable Care Act/ legislation 
• Looking at all of the dimensions of 
Wellness 
• Funding 
• Variety of programs and activities 
• Maxim Health Services 
 
Threats 
• No previous wellness program 
• Legislation 
• Budget/ funding 
• Pre-conceived notions 
 
 
SWOT Analysis Explanation: 
	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	   	  	  
 
Strengths: 
• Their employees already want to make a change in their lives. Wanting to make a 
change is positive because employees are willing to make the changes to live a 
healthier life. 
• The culture of the company is warm and friendly that makes for a positive work 
environment, which can be positive for all of the dimensions, but especially 
emotional and social wellness. 
• The support from the upper management is important and beneficial to getting 
things done. 
• The wellness champions being at different locations offer the opportunity for 
different values and ideas on topics. 
• It is significant to an individual’s wellbeing to have breaks, so the hour lunch 
break that the employees are given are important. 
• The monthly newsletter that is in place is a great way to deliver information and 
tips to the workforce. 
 
Weaknesses: 
• The disconnection between the middle management and the other employees can 
be detrimental to the cohesiveness of the company. 
• Sarah only has her education and experiences from Ball State University and 
nothing else to follow or use as a source. 
• The wellness program having no current policies in place is not a good example 
for other companies. 
 
Opportunities: 
• The relationship with the Fisher Institute will give the wellness program at 
Muncie Power Products the opportunity to have additional information and 
feedback based on the students’ education. 
• Legislation and funding can bring up additional possibilities and assistance for the 
wellness program. 
• Being able to focus on all of the dimensions of wellness means being able to 
target the employees’ holistic wellbeing. 
• The variety of programs and activities that are offered gives the employees the 
chance to choose what interests them and applies to them. 
• Maxim Health Services sends reports back to Muncie Power Products and does 
the health screenings for them. 
 
Threats: 
• The fact that there was no previous wellness program before Sarah means that 
there is nothing for her to follow or use as a guide. 
 
	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	   	  	  
 
• The legislation and funding can be threat as well because there might not be any 
to assist the company in programs and activities. 
• Preconceived notions mean that opinions have already been formed, which could 
lead to people being less open-minded. 
 
Literature Scan: 
Wellness programs are designed to improve the health and wellbeing of the 
company’s employees, which can lead to greater performance and reduced health care 
costs. Bringing health care costs under control while also providing programs that 
produce results that are beneficial to the employee and the organization can be 
challenging. Components of wellness programs aim at improving the wellbeing of 
individuals and producing the return of investment for the organization being targeted. 
The article that will be discussed addresses whether the components of the program will 
deliver the promises of lowering costs, increasing access, improving health and 
increasing productivity in the company.  
Wellness programs are a hot and current topic in health care right now. Despite 
how popular and prevalent these programs are becoming, they are still not fully 
embraced. In the 2009 Global Wellness Survey, Buck consultants confirmed this trend 
finding that 64% of organizations have a wellness strategy though about two-thirds of 
them have not implemented them (Bowden, Fry, Powell, Rosene & Shewanown, 2010). 
Wellness programs focus on improving productivity, reducing absenteeism, increasing 
morale, and attracting and holding employees. Programs may consist of components such 
as health risk assessment, biometric screenings, incentives, health coaching, health fairs, 
	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	   	  	  
communication campaigns, and technology tools (Bowden, Fry, Powell, Rosene & 
Shewanown, 2010).  
Wellness programs must be multifaceted due to the variations in strategic 
objectives, populations, and maturity and readiness levels in companies. Achieving 
success can also be complex. Health risk assessments are one of the most common 
wellness program components that are implemented. Incentives can provide motivational 
support. Forrester research found that financial incentives can encourage participation in 
wellness programs (Bowden, Fry, Powell, Rosene & Shewanown, 2010). Coaching 
programs can be cost-effective for programs pertaining to weight loss or reducing 
tobacco use; these costs can differ dramatically. Programs that coach their employees can 
encourage and motivate behavior change, boost self-efficacy and provide assistance in 
setting and reaching their goals.  
Reaching the desired outcomes depends upon the circumstances related to the 
specific individuals and organizations being targeted. There are several decisions that 
must be made when designing and implementing a program. It is important to keep in 
mind the circumstances and preferences of the individuals that will be engaging in the 
program in order to have a successful wellness program. It is possible that there may be 
limited budgets and resources in the company that is being targeted. 
The starting point to designing a wellness program is to find and secure leadership 
support (Bowden, Fry, Powell, Rosene & Shewanown, 2010). This relationship will help 
the designer to know if the program will or will not have value. The next step is to assess 
the health risks and needs of the targeted population, which will provide the ability to 
customize programs that will have the highest impact to the company (Bowden, Fry,  
	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	   	  	  
 
Powell, Rosene & Shewanown, 2010). One of the most cost-effective wellness 
interventions is to teach individuals to become wiser consumers. Dee Edington from the 
University of Michigan’s Health Management Research Center provides five 
fundamental pillars of a population health management system. These pillars are: senior 
leadership, operational leadership, self-leadership, rewards, and quality assurance 
(Bowden, Fry, Powell, Rosene & Shewanown, 2010). It is important to understand the 
direction that the wellness program will be going in, the organization, strategic 
objectives, and the population that will be served in order to have a successful wellness 
program. 
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